ABSTRACT
INTRODUCTION:
n Pakistan, business education has gained great popularity owing to the growing demands for improving the quality of services to satisfy the major stakeholder, the students. In response to this popularity, there is mushrooming of business schools in Pakistan in last couple of decades. Business Education got competitive since 1992, when there have been around seventy six universities that were providing programs in Business Education (Kaleem Ahmad, 2005) . These institutions are working under Public and Private sector and are listed with Higher Education Commission of Pakistan (Lodhi, 2010). There are a few business schools from public and private sector which are providing quality in the limited context and are not able to effectively focus on quality of service delivery to the external customers (Qureshi, Mehmood & Sajid 2008 ).
The educational institutions need to strive to achieve balance between the education cost and the quality (Bragg, 1995) .In order to meet the challenges of the future, the reform of the higher education could be unavoidable (Angelo, 1996) . Especially, the business and management education plays a pivotal role in social uplift and triggering the entrepreneurial spirit in a society. The business schools face several challenges in terms of imparting quality education.
Faculty satisfaction is the most vital facet in university education. If features answerable for discontent will be distinguished and efforts should be made either to vary those circumstances or might cut back their impact on satisfaction, it clearly enhances faculty's performance. Therefore, it's necessary to review that what facet influence upon faculty's satisfaction. Explanation of this abstract study is to watch faculty's satisfaction at business schools in Pakistan. That is unconcealed by Herzberg motivation and hygiene factors and also the factors like personal life? The researchers created their efforts to focus on the problems of job satisfaction and work life balance in one in every of the developing countries, Pakistan. For this study the term employee work satisfaction are often outlined as an employee is claimed to be happy from his/her work once he/she feels comfort whereas operating within the organization. Whereas work life balance implies that a worker is well accomplishing his/her work and non work responsibilities (Anwar Ali Shah G. Syed1, Nadeem Bhatti, Sabir Michael, Faiz M. Shaikh & Hina Shah 2012). Winefield et al. (2003) found that the bulk of lecturers complained concerning the conflict between work and residential commitments.
LITERATURE:

Job Benefits:
One of the interesting issues to faculty is employee job benefits. Hill, Lomas, and MacGregor (2003) and Pozo-Munoz (2000) argue about the critical role of teaching staff in the provision of high quality education. They have strong view that the teaching staff is at the heart of business school's work specially in imparting knowledge. Employee edges have grown in importance over the past many decades. Employee benefits are the membershipbased and nonfinancial rewards offered to create a center of attention and keep employees (Decenzo and Robbins, 2002) . Along with the growing costs of employee benefits, the effects of such program have received more awareness. Over the last two decades, much research has explored issues related to effects of employee benefits at individual levels.
Few articles or case studies examined the impact of worker edges on firm productivity although several researchers stressed such effects (e.g. Beam and McFadden, 1988; Evers, Federico and Goldsmith, 1998; Steere and Laabs, 2000; Kurlander and Barton, 2003) . As a result little statistical data is available relating to the contribution of employee benefits to productivity, specifically at business school level. Non-monetary job benefits are generally troublesome to spot and measures as a result of most of them are subjective, that is, they rely on personal preferences. However, these are real benefits since they boost faculty's general well being and quality of life and, consequently, should be taken into consideration for a rational analysis of academic investment. A worker benefit is an "indirect financial compensation given to employees" (Dessler, 2000, p. 476).
Several professors believe that adequacy of benefits, distributive justice, job satisfaction and structure commitment are distinct, but much reticulated constructs. As an example, if one perceived fairness concerning the benefits that one received from one's leader, this might cause higher job satisfaction and organizational commitment 
Job Satisfaction:
It is a key part of general satisfaction that provides the human by necessary energy to provide him the power to perform and continue in his job. Additionally, it provides him the power to develop and initiate in his job. Job Satisfaction contributes peace of mind, relaxation to the worker and this result in increase his enthusiasm and focus in his work to initiate (Maher, 2004) . Job Satisfaction additionally defines as a way of completeness and accomplishment stemming from work, this sense has nothing to try and do with cash or options, or maybe permission to go away. Feeling of relief that the worker has is stemming from the work itself (Odwan, 1999). In terms of definitions, there's no usually approved definition of teacher job satisfaction or of what constitutes teacher satisfaction though there may be some international trends like, the notion that academics are most appeased by matters intrinsic to the role of teaching: student accomplishment, serving to students, positive relationships with students and others, self growth and then on (Dinham and Scott, 2002 ; van den Berg, 2002) . worse however what they assume, how they feel and what they do they are doing are powerfully formed by the social contexts within which they live" (1995, p. 166, added emphasis. However, Hillebrand (1989) , Steyn and van Wyk (1999) , Theunissen and Calitz (1994) , and van Wyk (2000) contend that contrary to expectations, academics expertise larger work satisfaction than was antecedently believed. The importance of satisfaction within the work doesn't belong that it causes in increase the productivity of the individual. It not essentially that the happiest individuals in their work are with high productivity, however the importance of satisfaction lies within the concept that people spend most of their time or most of their lives in work, and few of them have the choice to figure or not for economic reasons.( Locke, E. A. (1976).
Work Life Balance:
Work life balance refers to the effective management of multiple responsibilities at work, at home, and within the different aspects of life. It's a problem that's vital each to the organizations and to workers (Naithani, 2010) . The term "work/life balance" was coined in 1986, though its usage in everyday language was noncontiguous for variety of years. Apparently, work/life programmes existed as early as 1930's. Before War II, the W.K. Kellogg Company created four six hour shifts to switch the standard 3 daily eight-hour shifts, and also the new shifts resulted in raised worker morale and potency (Lockwood, 2003) . 
Study Sample:
The data is collected through a structured questionnaire from full time and part time academic faculty of both male & female in Public and Private Business Schools. First this research found the list of public and private Business Schools from HEC list of universities and then randomly selected 19 universities as a sample. Two strata are made of public & private sector business schools about 10% of the total number of faculty members are then selected from each strata. From total 350 respondents a Final sample of 329 respondents is used for the analysis.
ANALYSES:
This section outlines the results obtained from analysis of relationship between the variables of study. The descriptive statistics includes the demographic characteristics of the samples to obtain primary information about the respondents. For this purpose frequencies and percentages are determined. Inferential statistics are also performed to test the proposed hypothesis and then conclusions are drawn based upon the analyses. Table 1 indicates the frequency distribution of the demographic characteristics of the respondents.
Frequency Analysis:
Descriptive statistics for Variables
This section underlines the descriptive statistics for variables as job benefits, faculty performance, job satisfaction and work life balance. 
Measuring Reliability
According to Sekaran (2003) instrument having value of Cronbach's alpha >0.7 is highly reliable. The study has used SPSS 16 to measure reliability of the instrument. The results generated by SPSS are given below. Table 3 .1 indicates that job benefits and work life balance are highly reliable as alpha value > 0.05 but job satisfaction is not highly reliable but it is acceptable because alpha value is < 0.05 and the overall value of the Cronbach's alpha = 0.723. This study finds that the instrument used for the study is highly reliable.
Regression Analyses:
Regression analyses are used to investigate the effect of job benefits on job satisfaction. .000*** ***significant at 0.5 level(2-tail) a. Dependent Variable: JS So we accept H 2: The job benefits have an impact on faculty performance.
The regression predicting the relationship of job benefits and job satisfaction is statistically significant because the (p-value = 0.00) is less than 0.05. Coefficient of determination r2 = 0.039, shows that 3.9% of the variation in job benefits is determined by job satisfaction which also indicates that the model is significant. .000*** ***Significant at 0.5 level (2-tailed) a. Dependent Variable: WLB The regression predicting relationship of job benefits and work life balance is statistically significant because the (p-value = 0.00) is less than 0.05. Coefficient of determination r2 = 0.098 shows that 9.8% of the variation in job benefits is determined by work life balance which also indicates that the model is significant. The results support the hypothesis. .000*** ***Significant at 0.5 level (2-tailed) a. Dependent Variable: JS So we accept our H 2 : work life balance has a significant relationship with job satisfaction.
The regression predicting relationship of work life balance and job satisfaction is statistically significant because the (p-value = 0.00) is less than 0.05. Coefficient of determination r2 = 0.170, shows that 17.0% of the variation in work life balance is determined job satisfaction. The following formula is involved in the calculation of values for a Sobel test for the significance of meditation:
where a is the regression coefficient for the relationship between the job benefits and work life balance, b is the regression coefficient for the relationship between work life balance and the job satisfaction, S.E a is the standard error of the relationship between job satisfaction and work life balance, and S.E b is the standard error of the relationship between work life balance and job satisfaction.
Js =β 0+ β 1 Jb+ β 2 WLB+ ɛ------Eq. (4) The fourth condition of Baron and Kenny (1986) test of mediation is not met as job benefits is still significantly affects job satisfaction. Hence, the study states that work life balance does not fully mediate the relationship of job benefit and job satisfaction. The results show that the first three conditions of Baron and Kenny (1986) test are met and fourth condition is not met. So we accept H 3 : Work life balance plays a mediating role in relation between job benefits and job satisfaction.
Table indicates that partial mediation of work life balance in relationship of job benefits and job satisfaction is significant.
CONCLUSIONS:
The results of this study have shown that Work life balance does mediate the relationship between the job benefits & job satisfaction of faculty in both Private and Public Business schools of Punjab. It means the solely job benefits such as pay, insurance, medical leave etc. cannot guarantee job satisfaction (Sadiq, 2007) . Unless, the set of benefits provide a good personal and professional life balance, that is of no use as people will remain less satisfied or dissatisfied, leading to low level of faculty performance.
The old adage "you get what you pay for" tends to be true when it comes to staff members. If individuals believe in that they are not compensated well, they will be unhappy. In general, this sector (Business Schools) in our country provides less compensation as compared to other sectors. Business schools of Punjab may offer comparable salaries and benefits to keep compatible faculty members, which will result in increase performance.
